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In order for the Federal Government to stay competitiv3 in retaining and recruiting
desired levels of competent employees, the government's managers will need to deal
with human resource issues. The government manager is facing an increasingly
changing world in the area of human resources. It is and will become critically impor-
tant for managers to stay abreast of current human resource issues in order to facilitate
their positions as effective managers

The intended purpose of this report is to introduce several prevalent human re-
source issues to the Federal Government manager. Backgrounds, problem statements,
facts, and supporting statistics, as well as possible solutions and conclusions will give
the manager a better understanding of current human relation issues and how to tackle
them in the workplace.

U.S. SCHOOLS AND THE FUTURE WORKFORCE

Problem Statement

There is no doubt that the U.S. school system is not producing the quality people
needed to meet future workforce requirements. Repeatedly proven through skill and
aptitude testing, students in the U.S. are not achieving the same standard level of
education that they once achieved in the past.

The fact that student skills are declining is especially frightening since the American
economy is in the process of moving from one that is production and manufacturing
oriented to one that is service providing in nature. New jobs in this service economy will
require considerably higher skills than the jobs they are replacing. A good indication of
how future jobs will require more education, how the occupational structure will be
changing in the next 10 years, what types of jobs will be growing fastest, and which will
decline is given in tables 1 through 6 and figure 1.

Problem Indicators and Attributing Factors

There are many indicators of our declining educational system. The following is a
list of facts and statistics which detail the condition of our educational system:

* 25% of all young people drop out of school

* 50% of all inner city young people drop out of school

* 3,800 teenagers drop out of school every day

* A large number of young adults cannot cope with fractions.
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* A large bank that gives a basic math test to prospective tellers shows that only
55% passed in 1987 compared to 70% that passed in 1983.

• A major electronics company is forced to spend 60% of its training budget on

remedial education in basic math and reading.

* Average national SAT scores have declined over the past academic year.

* There was a 4% decline in the number of students taking the SAT exams, but
only a 1 % decline in the graduating class (i.e., less students are college bound).

* 13 to 15% of all American adults are illiterate in English.

• 48% of all minority American youngsters are illiterate; a statistic that is frightfully
close to what it was in 1900.

• 72 million American adults are either functionally or marginally illiterate, leaving at

least 1/2 ihe workforce without the basic reading or writing skills required.

" The number of illiterate American adults is growing by 2 million annually.

" Illiteracy is costing the country approximately $225 billion a year in lost industrial
production, unrealized tax revenues, welfare, prisons, crime, and other social ills.

0 25% of all corporations' training budgets must be spent just to teach the basic
skills that were not acquired in school.

Recommendations

Throughout the research literature, there are many recommendations made.
Several of them are listed below.

* Focus on improving the health and nutrition programs for the young and under-
privileged. It is impossible to expect a child to learn when it is ill or undernourished.

• Attempt to increase the low rate of success in educating minority students. This
is essential given the fact that nonwhite groups will account for approximately 57% of
the growth in the labor force between 1986 and 2000.

" Place more emphasis on teaching math, history, science, and English.

" Allow greater flexibility to hire, fire, and reward teachers.

" Pay teachers more to keep and attract the best ones.
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* Lower teacher pup,. rat!.:

* Administer competence tests to teachers on a regular oasis.

* Decentralize school authority ana decision miaking.

* Allow industry executives to serve as teaching aids qnd mentors.

* Have school administrative bodies seek the ad.ice from industry on management
and financial planning.

" Offer more counseling to students.

" Seek involvement from labor unions.

" Create better student reward systems.

" Allow the parents to choose their children's schools. Some argue that this will
widen the rich-poor gap.

Conclusion

It has certainly been demonstrated that our educational system is in a steady
decline. In order for the United States to successfully compete in the world economy, it
has become absolutely imperative that efforts be directed towards improving education
in this country. The Federal government has traditionally been a forerunner in setting
social policy and stimulating areas in our society that needed reform. It remains to be
seen which route the government will take to solve this problem. President Bush's
recent educational summit meeting certainly is an indication that America realizes that
there is indeed a problem and that collectively it must be solved. It must be remem-
bered that even if a solution was implemented today, it would take many years to
become effective since it takes 13 years for a student to go from grade school through
high school.

For the Federal Government manager, it seems apparent that their positions will
become more difficult in supervising employees whose abilities will barely meet or not
meet at all what is demanded by the jobs. Government managers will need to develop
skills to effectively choose and use employees in the future. In addition, managers will
find it increasingly necessary to plan training and skill building programs to better
prepare workers for their careers in the government.
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ORGANIZATION ENTRY: EMPLOYER EXPECTATIONS VERSUS

COLLEGE GRADUATE MISCONCEPTIONS

Background and Problem Statement

The current problem of matching needs and expectations of employers and college
graduates will intensify as the year 2000 approaches. As the pool of candidates
decreases over the next decade, there will be less room for error in the staffing process.
Over the next 13 years, the population and the workforce will grow more slowly than at
any time since the 1930s. The average age of the workforce will rise and the pool of
young workers entering the labor market will shrink. To be more specific, the number of
young people between the ages of 20 and 29 will shrink from 41 million in 1980 to 34
million in the year 2000; their share of the population will drop from 18% to 13%. The
absence of young workers may hamper the ability of the government to grow and/or
adapt to changing environments.

Because competition among recruiting employers will increase, employers will have
to recruit more selectively and more effectively for the future. The present high turnover
rates will not be tolerated, as this will seriously impact the future of the organization.
The true cost of employee replacement will not be more than dollar expenditures; this
may be viewed as a "depletion of scarce resources." Improvements in human resource
planning will be critical in two areas: effective recruitment and satisfactory retention.

Possible Causes

Most employers have failed to provide for effective organizational entry. The rea-
sons for these failures are many. The factors involved are due to both the employer
and the prospective employee. Job candidates have a natural tendency to perceive a
job as they would like it, instead of the way that it really is. They also have unrealistic
job expectations and stereotypes about particular organizations. The nature of prior
educational and work experiences also influences job candidates about a job they
desire or a job that they are in. For employers, the major factor that hinders effective
organizational entry is their recruitment process and philosophies.

Recommendations

There are basically two proposals that will be detailed in this report; (1) what
employers can do before they hire a new employee, and what they can do after new
employees are hired, (2) what prospective employees need to do to optimize organiza-
tional entry.
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Propos.d 1

Employers need to implement effective recruitment procedures and improved
human resource planning.

Pre-hire.

1. Realistic job previews (RJP) may be used to reduce turnover and to influ-
ence the relationship between abilities and performance (fig. 2).

2. Staff well-trained, organization-wise personnel administrators in recruitment
or prescreening areas.

Post-hire.

1. Effective orientation programs should be devised.

2. New employees should be provided job challenge early.

3. Employees should be given frequent constructive feedback.

4. The employees' first supervisor is critical in helping new employees suc-
cessfully adapt to the organization.

5. There should be encouragement for mentor relationships.

Proposal 2

College graduates need to take an active, assertive role in the organizational
entry process.

Pre-hire.

1. New employees should understand their own preferred work environment.

2. College graduates should develop networks to identify prospective
employers.

3. Graduates should develop and refine interview skills.

4. New workforce entrants should assess each prospective employer in order
to make a choice.
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Post-hire.

1. New employees should make themselves aware of the career opportunities
at their organization, should they not be' happy in their new job.

2. New employees should influence their environment by making their employ-
ers aware of organizational entry improvement opportunities.

The employer and the employee play a large role in successful matching of employ-
ees to joh openings. In conclusion, tables 7 through 12 add to the insight needed by
government managers to effectively hire new ernployees and to keep workers happy
once they have been placed in a new position.

TRAINING: AN AMERICAN BUSINESS NECESSITY

Problem Statement

The existing and increasing lack of qualified employees in our service oriented
euonomy, compounded by the development of new technologies at a rapid rate, has
made employee training a necessity. Employee performance is important in any or-
ganization, more so in a service organization since the employee is the product. There-
fore, as our country's organizations evolve towards service and information, driven by
advances in technology, the need for properly trained employees is growing at the
same time that the required level of knowledge is increasing for new jobs. These facts
are significant to the government manager in light of the fact that much of the work done
by the government involves government workers monitoring the work of subcontractors.
In essence, much government work is service oriented and becoming more so in future
years

Outline

In c Jer to outiine the need for employee training, the first area of concentration is
the changing demographics of future workers. It is projected thai there will only be a
1% worker population growth through the 1990s. In addition, of all workforce entrants in
the year 2000, 29% will oe minorities. This is a significant increase from the year 1987
when only 1 5% of new workers were minorities. It is important to note that new employ-
ees will not, for the most part, bring with them the skills to successfully perform in their
work positions Finally, the overall workforce is aging. The average age for workers will
increase from the present mean of 36 to 39 in the year 2000. This indicates that it will
become crucial f-)r employers to retrain older workers to enable them to perform jobs
that require new and more advanced skills.
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The second indicator of the need fcr empio ,ee ',rainlf,(, :- (i e ,iing pub ,ic educa-
tional system. As was mentioned in the first section of this :eport, as much as 30% of
the American labor force (approximately 27 to 40 million adults) lack the basic readino
wniting, and math skills necessary to perform in today's increasingly cmpex job
market. One out of every four teenagers drops out of high school and of those who
graduate, 2 out of every 4 has the equivalent of an 8th grade education. As an ex-
ample, Motorola recently competed a study in which the data indicated that only 20% of
the job applicants could pass a simple 7th grade Enclish test or a 5th grade math test.

Finally, it is important to understand increasirg job skill and knowledga recquire-
ments. Today, the average worker must employ skils of the 9th to 12th gra level, in
contrast to the 4th grade level required during World War II. Computer based machines
are turning manual labor into mental labor. In addition, the ability to communicate
clearly, analyze and solve problems, and work cooperatively with others (called soft
skills) is becoming more necessary. Research predicts that more than half of all new
jobs will require some education beyond high school and that 30% of those jobs will
require a college degree.

Present Status

In recent years, the dollar amount that has been spent on training has tremendously
increased and training budgets are expected to grow in coming years. In this country

the annual expenditure on training is $30 billion, which is 1-1/2% of payroll. This train-
ing was for approximately 10% of the nations employees. From 1986 to 1988 the
annual training funds spent increased 38%. In 1988, average large employers (more
than 5000 employees) spent $520,000; medium employers (500 to 4999 employees)
spent an average of $235,000; and small employers (less than 500 employees) spent
an average of $92,000. The most popular types of training programs were for new
employee operations and supervisory skills development. The training methods most
often used were audio visual and off-site classes. A listing of various types of training
programs and types of training methods are shown in tables 13 and 14.

Effective Training Program Development

The following is a breakdown of steps constituting an effective training program:

A. Assess the employees deficiencies. Conduct voluntary (confidential)
testing of employees and all new job applicants so that their present abilities may be
measured. This can also be done by talking to and observing employees carefully.

B. Design a training program. The tra; ing goals and the employers overall
goals should be clear. The most successful programs tend to be taught in the context
of everyday applications.
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C. Choose the appropriate teacners. It is usually best if a respected member
of the organization is the instructor. !t is aso helpful to have top managers involved and
to have an expenenced educatior, provider assist with the prog ams.

D. Evaluate the effectiveness and cost of the training. Although it is very
difficult to quantify, evaluation is essential to make sure the program remains effective.
This evaluation is also important because many teenagers are reluctant to spend large
sums of money if they feel it does not offer adequate return on the investment.

MANAGING DIVERSITY

Facts

There are numerous factorq that have and will contribute to the changing faces of
American employees. With increased birth control methods and other social factors, the
birthrate in the U.S. is slowing dramatically. This will make it increasingly difficult for
employers to recruit qualified individuals from the labor force. At present, the increase
of the aging population and their high salaries are making companies inefficient. Wel-
fare expense increases and the slowly increasing tax revenues are contributing to the
federal deficit, placing a further burden on the country and American employers.
Minorities and immigrants are a growing share of the workforce. It has and will become
crucial for government managers to successfully manage employees with varyinq ethnic
and religious backgrounds. This is no simple task.

Problems Managers Confront

White Caucasian males will no longer be a majority of the workforce (comprising
only 15% of the net additions to the workforca between the years 1985 and 2000).
Females, Blacks. Hispanics, and other minorities will dominate the pool of employees.
Analyzing the proportional growth of Whites versus minorities, especially in the inner
cities, Whites become the biggest minority instead of the majority. At present, the
educational system is not effectively teaching or addressing the changing demographics
of the populous. To conclude, higher skill job openings are outpacing all others. A
good indication of how the demographics in the U.S. are changing, where most im-
migrants orqrat e rom. and what the Anerican publics' attitude toward American ethnic
groups are shown in fiuLres ", tnrough 6 and tables 15 and 16

Todays Employee Issues

For manaqem to hb 'uccs, ful in motivating their workers a certain requirement is
to understar. ar d cr -., Jo- rf tiepi (m loy4er;. The follow riq will be a compila-
tion of p t.r' :, , , st7J : 7)i(yC.0 ,
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Aging Group

One of the greatest concerns for older workers is the ability for them to reason-
ably attain health care benefits. Another major issue for older workers is what their
pension benefits will be. They are also concerned about being squeezed out by
younger upward mobility workers and their lack of ability to adapt to changing work
demands.

Women Workers

There are several concerns that are prevalent in women workers. The first is
that they may not be able to find suitable day care for their children or that pre-school
education will not be satisfactory. The second issue is how to cover the costs of child
care and pre-school education. Many look for tax readjustments (such as child care
reductions) or employer assistance. The final concern is their employer's benefit
policies. They require flexible hours for family emergencies or being able to cover the
needs of their children. They look for affordable medical benefits and the assurance
that their careers will not be impeded because they are mothers.

Minorities

Minorities are generally concerned about fitting into their new society. Initially
the biggest problem for minorities is their language barrier. They also worry about how
they perceive and approach others as well as how others perceive and approach them.
This has much to do with their old cultures and also their religions. Most immigrants
have greatly different cultural values and societal norms.

Immigrants

When dealing with immigrants, a key fact for the manager to be familiar with is
that immigrants, in general, have a strong respect for authority. They will generally
strive to satisfy the supervisor directing them. However, there are several immigrant
characteristics that may make managing them more difficult. Immigrants as well as
other workers fear losing face with co-workers. Immigrants usually have a difficulty
understanding and speaking the English language. It is therefore very important for the
manager to ensure that the worker understands instructions when they are given. It is
typical for someone not in full command of a language to shake their head in agreement
to conversation that they do not fully understand. It would seem to the manager that the
worker understands when they really do not. A good technique to ensure that an
immigrant worker understands instructions is to ask the worker to repeat the orders
when it seems clear that they do understand. Finally, most immigrants fear humilia-
tions. To avoid future conflicts, it is in the best interest of the manager to make clear
that any reprimanding is purely professional in nature and not intended to bring about
humiliations, only improved performance.
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Problem Solutions

In order to solve human relations problems relating tu diversity in the workforce, the
following issues will have to be addressed.

" Maintaining the dynamism of the aging workforce

" Reconciling the conflicting needs of women between work and family.

" Pursue the full integration of Black and Hispanic workers into the economy.

" Adapt immigration regulations to allow more professionally capable im-
migrants to immigrate to the U.S. arid educate managers to better be able to deal with
immigrant workers.

Managing Diversity Action Plan

For every organization, it is crucial that a comprehensive action plan be initiated to
manage the present and upcoming workforce diversity. This plan is intended to cover
cross-cultural misunderstandings among employees and to build worker cognition
through their understanding of the plan. For the worker, it is important that they under-
stand what action they must take to complete their task. Furthermore, each worker
must know exactly what they are accountable for and what their responsibilities are.
They must be made aware of when each step of their assignment is to be completed
and implemented. Finally, a review of each worker should be made and support given
in areas of weakness. Training in the English language would also be a big benefit.
Managers, in order to effectively deal with diversity, should be trained in such areas as
role reversal, familiarization with worker cultures and societal norms, biases and
stereotypical assumptions that affect decision making, as well as, problem solving and
listening skills to help workers from other cultures, team building skills to help facilitate
worker cohesion, and adaption skills coupled with patience to help cope with the dy-
namic workplace.

THE MOMMY TRACK: BENEFIT OR CURSE TO THE WORKFORCE

Background and Problem Statement

The fact that the labor market will become increasingly tight in future years has
certainly been demonstrated in prior sections. It is also the reason why women are
becoming increasingly important to the workforce. Again, birthrates are dropping, and
with the educational system in its present decline, fewer well-educated workers will be
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available by the year 2000. It is projected that 64% of aii new entrants into the
workforce between 1985 and the year 2000 will be women. With almost all organiza-
tions dealing on a global level, harnessing the skills of qualified, diverse workers will be
imperative to remain effective.

The problem for managers is to be able to effectively use an increasing number of
women in the workforce, and it is the organizations's responsibility to promote an
environment that assists women with their entrance into the workforce and to meet their
needs throughout the integration process. This process of incorporating women into the
workforce carries with it certain costs; however, mest experts feel that the benefits by
far outweigh the costs. On the average, women at higher levels in organizations are
more costly to employ than their male counterparts since their turnover rate is 2 1/2
times higher. The main reasons for this turnover rate are maternity and socialization
factors. These factors have led to the existence of barriers and stereotypes which keep
career-oriented women out of higher level positions in most organizations. The present
and future demographic breakdown of the American workforce with respect to males
and females is shown in figures 7 and 8. How women are gearing up to reach higher
levels in organizations and how they are attaining them is demonstrated in figures 9 and
10. Attitudes of career mothers are contained in table 17.

Proposal

From the research material, most experts agree that the best way to address the
"Mommy Tracker" issue is for organizations to set up dual career paths for women.
Female workers would be identified as either "Career Primary" or "Career and Family."
Career primary women would be women who are strictly career oriented. Career and
family would be women who have both a career and family. Career primary women
should be treated equally with career men. This would mean that these women would
be offered the same career opportunities as their male opposites. Career and family
women, who are willing to sacrifice career growth in order to raise children, should be
offered accommodations so they can both raise a family and simultaneously make
contributions to the organizations. In such a circumstance, both the individual and the
organizations would benefit from the arrangement.

By establishing a dual career path for women and identifying women with their
goals, typical stereotypes will be eliminated. Male workers in higher ranks of the organi-
zation will no longer associate all women workers with babies. The ultimate result will
be a workplace where women will have the freedom to choose between a career,
raising a family, or a combination of both since most professional women aggressively
seek careers after their child rearing years.
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Summary of Findings

Much research has been done to address the issue of women and careers. The
resulting data finds itself along public opinion themes. The following findings outline
general opinion about women succeeding in the workplace:

* Choosing the "Mommy Track" is a permanent mark against women.

" Once off the fast track, women are not allowed back on.

" Present dual career tracks reward lack of family.

" Present male/female career tracks promote managers without a good work/
family balance, who may be narrow minded.

" Establishing a "Mommy Track" designates child rearing as women's work.

" The family is hurt as women delay child bearing until they have reached
higher levels in the organizations to avoid being labeled as "Mommy Trackers." They
may find it is too late for them to conceive.

• Women may withdraw from actively participating in raising their children in
order to avoid being labeled.

• Women are faced with role confusion: is it wrong to pursue a serious career
and a family?

Conclusion

Many conclusions may be drawn about women and their increasing role in the
workforce. Institutionalized career tracks have not proven successful in retaining the
best and brightest women in the workforce. Flexibility is a better solution since it allows
for a healthy balance between career and family for all workers. Each individual should
be rated on how they manage their own situation (performance), not the number of
hours spent at a desk. Individuals, whether women or men, should not be ostracized for
personal leave. High performance should allow them to continue on the fast track when
they are ready to resume their careers in full force. Family roles are being redefined to
include more parenting by fathers. This will also allow women more time to pursue
careers. Finally, with the year 2000 quickly approaching, paying attention to employ-
ee's needs is the quickest route to "organization nirvana."

12



RETIREES: A VALUABLE RESO,,F';C2 FOR THE FUTURE LABOR MARKET

Problem Statement

As has been reiterated in other sections of this report, there will be a labor shortage
in upcoming years. It is therefore necessary that all employers begin the search for
alternate non-traditional ways to satisfy their future labor needs. There are several
factors that contribute to indicate that older workers should and must be considered a
resource in the labor area.

The first factor is that the median age of the U.. population is sharply increasing.
The baby boomers are now middle age and in the 1990s most boomers will move
through or approach their 40s. By the end of the century, the number of people aged 50
to 65 will increase at a rate that is more than twice the rate of the overall population. By
2000, eight million people will be older than age 80 and there will be one retiree for
every two workers, versus 3.2 workers today. The second factor to consider in the
environment is that the growth of the workforce is falling to 1% a year which is the
lowest since the 1950s. The last factor to consider is the fact that the workforce itself is
aging. By 1990 there will be 44% fewer 18 to 25 year olds entering the workforce than
there were in 1979. By the year 2000, 49% of the workforce will be between the ages of
35 to 54 as opposed to 35% today. Projecting that the workforce today is going to be
the workforce for tomorrow most certainly indicates that organizations will need to use
different resources to build a strong and productive future workforce.

A Suggested Solution

Most of the research documentation refers to harnessing America's "Grey Power.".
The statistics emanating from the research in this area are in support of grey power and
also indicate that a trend for older workers to work longer already exists and that this
trend will continue well beyond the year 2000. According to the Labor Department,
more persons over 65 are taking part-time jobs: 45% of men compared with 35% in
1965 and 60% of women compared with 50% in 1968. Economic and legal changes
coupled with changing demographics is forcing increased employment of the aged. The
estimated life expectancy of Americans reaching the age of 65 is now 81 and pension
and payroll costs to support this group are rising rapidly. Current legislation requires
organizations to treat older people equitably in hiring, training, and promotion oppor-
tunities. The federal government has been a forerunner in this area. In addition to the
previously mentioned facts, the complexity of international economics, including our
trend towards a survive economy, demands a workforce that requires sheer wicdom
rather than sheer energy.

Overall, the participation of older workers, ages 55 plus, is expected to rise. In
1988, the American Association of Retired Persons (AARP) documented 369 programs
and practices that provide innovative options for older employees. These include
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retiree employment pools, older-worker hiring programs, as well as phased retirement
and retraining programs. Although facts indicate that older workers are here to stay in
the labor force, many employers are still hesitant and progress is slow. According to a
National Conference Board, 62% of U.S. employers offer early retirement programs
while only 4% offer inducements to delay retirement.

Obstacles

There are many obstacles to the employment of older workers. Although man-
datoiry retirement was eliminated in the 1986 amendments to the Age Discrimination in
Employment Act. negative attitudes and beliefs about the effectiveness of older workers
are likely to continue. According to the U.S. Department of Labor's National Studies on
Mandatory Retirement. most studies indicate that companies with flexible retirement
options number less than several hundred. In addition, of the 26 million citizens over
the age of 65, only 4 million hold a job during any given year.

It may be asked, why are there so many obstacles? Early retirement was fostered
in the 50 to 70 age bracket by changes in Social Security eligibility to age 62, by union
contracts, employer early retirement and voluntary separation programs, and by a
growing number of older people who have gained sufficient economic independence
through two incomes to retire early. There has been a growing willingness for employ-
ers to slash expenses by eliminating high paying jobs commonly held by those over age
50 and to offer early retirement as opposed to retraining or hiring older workers. There
are three primary reasons for this lack of employer response to older workers. They are
limited flexible work arrangements, relatively rigid employee benefit policies, and the
assumption that older workers bring higher costs.

There are many results from these social and employer based obstacles. Across
the board, employers have conflicting policies and practices regarding mature workers.
The benefits of progressive, efficiency oriented programs are undone by old policies
based on negative stereotypes about the abilities, attitudes, and potential of mature
workers. These stereotypes even affect workers down to the age of 50. The American
Society of Training and Development estimates that employers are spending $30 billion
a year on formal training courses for employees; however, the subject of aging is
absent from any training course lists.

Statistics

Unreliability

The notion that workers becomp less reliable as they grow older is a fallacy
that is still prevalent in our social views Reliability is defined in terms of attendance,
safety performance, and employee turnover.
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Attendance. Polaroid Corporation which has more than 13,000 employees,
feels that there is not any data supporting the myth that older employees are ill and
absent more often than other employees. In fact, 18% of Polaroid's 65 and older em-
ployees have perfect attendance versus 10% for the total workforce.

Banker's Life and Casualty Co. in Chicago finds older employee attendance
records to be at least equal to those of younger employees.

AARP's Glenn Northrup has found that employees over age 55 take less time
off and are less accident prone than younger workers. Their rate of illness is 1% versus
a rate of 3.10% for all workers.

Safety Performance. A Bureau of Labor Statistics study of workers compen-
sation data finds that workers aged 20 to 24 have the highest injury rate; rates then drop
off with increased age and drop the sharpest for the over 65 category.

Employee Turnover. Turnover rates are decidedly lower than those of
younger employees. AARP data show that an employee aged 20 to 30 stays with a
company an average of only 3.4 years; those aged 50 to 60 remain for an average of 15
years.

Insurance Costs

A survey of 400 companies conducted by Yankelovich, Skelly, and White
found that 37% of the firms perceived health insurance to be extremely costly for a
30-year old female with two dependents and 32% perceived it to be so for a 30-year old
male with two dependents. By comparison, 30% and 29% perceived health insurance
to be as costly for 65 year old male and female retirees. However, only 16% and 15%
perceived it to be costly for 55 year old females and males, respectively. Sixty-five
percent of respondents said that the extra cost for older employees was insignificant
compared with the total organization health-care costs.

Studying employment data at a large aerospace company, George
Washington University's Malcolm Morrison found that when a worker retired at age 50
to 54, it cost the organization $40,000 a year for pension and health benefits. If,
however, the worker left between the ages 55 to 59, the costs declined to $30,000 a
year. Finally, the cost was only $23,000 for a worker who retired at an age of 60 or
older.

Costs declined partly because pension and benefits were paid out over a
shorter period of time; 15 years on the average for a 65 year old versus 25 years for a
55 year old. Also, the more senior the worker, the less likely they were to have school
aged children who would use their health benefits.
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Performance Deterioration

Research shows that chronological age is an increasingly poor predictor of
physical or mental ability. Declines associated with aging, whether aging begins at 30
or 80, are not necessarily relevant to job performance. Department of Labor studies in
1965 found only a slight decline in productivity among 45 and older workers doing
physical labor. Among office workers, the group aged 65 and older had the best per-
formance. In a 1977 review by the U.S. Senate of Department of Labor studies, similar
results were reported among 3,000 retail, industrial, and managerial workers aged 60
and over.

Recommendations

The following list is intended to help managers effectively manage older workers;
however, it may be applied to any of the human relations issues discussed in this
report.

" Project the future workforce.

" Examine personnel policies.

" Develop flexible work options.

" Create or redesign suitable jobs.

" Promote career long training.

• Provide a motivational climate.

* Update performance appraisal programs.

• Hold small group meetings with older employees to discuss what it would
take to interest them in staying with the organization.

According to a 1986 Gallop Poll conducted by the AARP, 7 of 10 workers over 65
cite the "chance to be of service" as the top consideration of a job. A recent survey of
retirees cited in Personnel Administrator suggested that retirees are very willing to come
back to work. Overall, 68% said that they would be interested. Among younger
retirees, this figure was even higher. This outline of retirees as a resource for the
workforce only skims the top of the iceberg. Utilizing retirees as a resource for building
a productive and effective workforce is quickly becoming an issue for human resource
planning. Organizations are currently not emphasizing this issue enough. In the future,
the U.S. and other countries such as Japan (who also have an aging population) will be
forced to effectively employ the retired sector as a feasible human resource.
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Table 1. Occupations of the future will require more education

Current lobs New lobs

Total 100% 1000
8 Years or Less 6% 4%
1-3 Years of High School 12% 10%
4 Years of High School 40% 35%
1-3 Years of College 20% 21%
4 Years of College or More 22% 30%
Median Years of School 12.8 13.5
Source: Bureau of Labor Statistics, Hudson Institute.

Table 2. Changing occupational structure, 1984-2000

Occuaaoon Current lobs New jobs Rate of Cro th
(000s) (00osf iercentage)

12-W 105008 25,952 25

Ser-ve Occupanons 16.059 5.957 37
Manageral and Management.Related 10893 4.2,90 39
Marketing and Sales 10.656 4.150 39
Adrrunstrattve Support 18.483 3,620 20
Technians 3,146 1.389 44
Health Diagnosig and Treating 2.478 1.384 53

Occupaons,
Teachers. LUbranans. and 4,437 1.381 31

Counselors
Mecharucs. Installers., and Repairers 4.264 966 23
Transportaon and Heav) 4.604 2 16
Equpment Operators
Engineers, Anchutects. and 1.447 600 41

Suvevors
Constructn Trades 3.127 595 19
Natural. Computer. and 647 442 68

Matthematical Soenstis
Wnters, Arists, Entertamers. and 1.092 425 39

Athletes
Other Pro.ess.onzls and 825 355 43
Paraprofess.onals
Lawyers and Judges 457 326 71
Sooal. Recreational, and Re.gous M 3 31

Workers
Helpers and Laborers 4.168 2a5 5
Social 5oentits 173 70 40
Precision Production Workers I.710 61 2
.rlant and System Workers 75 36 13
Blue Collar Superv-sors 1.442 -6 0
Minerm 175 -28 -16
Hand Wworkers. A-ssemblers. and 2.604 - 179 -7

Fabncators
Machne Seners. Operators. and 5.527 -448 -8

Tenders
Agnculture. Forestrv. and Fishencs 4.480 - 538 - 12

Source Hudson Insote.
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Table 3. The jobs

Technical and service jobs will ill",se the fs between 1986 and 2000.
while private hoe-schiod work and jobs in farming, forestry. and fishing

will continue lo decline.

c&=V~yw*( by bru .PpmijtUai
196 mrm projeed to ="S: mmInai I Uh TllB t

-m*¢ - mamw pwTD I 1-

Tot ................ 111.623 100.0% 133.030 100.0% 19.2%

E.x utim. knlin3Lrdic and uaia ...... 10.583 9.5 13.616 10.2 25.7

Pm fmtoaJ wore ................ ..-- 13-539 12.1 17,192 12.9 27.0

Techictms mid re!ied suppon worters.-.. 3,726 3-3 5,151 3.9 39-2

Sasocr. . . .... ...- . 12.606 11.3 16334 32. 29.6

Adriniosivt suppxon (including clencfi--- 19.851 17-8 22.109 16.6 11.4

Prirnat houwhold wcvkem . . . 981 0.9 955 0.7 -2.7

Service wcrtm (etzeptpr hu It .ld)dj .-. 16,555 14.3 21,962 163 32.7

Prtponprodion, c- & rvr wket 2.. 13.924 12.5 15.590 11.7 12.0

Oprauto. fabncaoris and tabon ............. 16.300 14.6 16.724 12.6 2.6

Farning. furesixy. and fishing wL.rs .......... 3.556 32 3.393 2.6 -4.6

Table 4. The biggest gainers

Many of the job* projected to have the most openinp between 1986 and 2000 &m in
ervice work and require little edlucatioo and offer fe-w opportunities for advaicerTenl.

moprfdmft W"h the k.r-, Jeb oWt. "t UOm
au altaod1qa ad)

Sa.e..... rei. ......-- 35"9 4,780 1.201 33-5%

Wan..dm wVrst3: ...AM-----.... 1.72 2.454 752 44.2

R r ...... 1.406 2.018 612 43.6

Janitom WO cleanen iuluding maids mid

houx*=Ping clkesamn .- . 2.676 3.20 604 22.6

Gemral managcs and top e."auveg . 2.383 2.965 582 24.4

CJh-n........ 2.165 2.740 575 26.5

Truck drives. light and ....................- 2.211 2.736 525 23.1

Genera] office clerks . . . 2.361 2,224 462 19.6

Food counr. fcunmin. and re e ,,, ........ 1m._00 1.949 449 29.9

Nuring aids. ordkrlm. and anendants ........... 1.224 1.65R 433 35.4

Secret aies . ....... ... ...... ....... 3.234 3.651 A24 13.1

. .. 794 1.177 393 48-3

Acctants and auditors ........... 945 1.322 376 39.8

Ccxnpu-r pragrantme................ 479 813 133 69.9

Food pve!panimcn wert .. .............. . 949 1.273 324 34.2

Tewhera. kir r'ju'ren and elemery .............. 1.27 1,826 299 196

Recepi4onists arid information ckts .-....... . 682 964 282 41.4

Ccrnpuic: syzcn "nuIyss. ek-ciron

da pe,.ir .. 3............... 331 582 251 756

Cook-s rt ztarnt ...-..... - - . 3.0 759 240 4b.2

Licensed practical nur -- .... .... 631 869 238 37.7
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Table 5. Fastest risin~g jobs

Many of fttjobr tat will be inrerasing The fastcsl bexeri 19%6 nd2 W

require at Icast a college degree.

(jt~ vv k aeuwaiduss. lts&ZOOS.

, W -m Iin-im

Paaea p -- --- *...-- --- 61 125 103.7%

Medcalasssat3 --------------------- 132 2.51, 90.4

phiysics] and coctivde therapy assistants mn ide . .. 36 65 RI1.6

Data piocessing euipn-9 ft alr--------..- - 69 125 %0.4

Ro e walth aides t... - - - -...... 38 249 80I

Poditaft --------------- - --------..-~ -_-- 13 23 77.2

CnoapuLt systems analy"L. elecuonx: data processing --------- 331 5 a 75.6

Mdclrci*40 70 15.0

Employment initeviewena. private or public

etmoymheft service.---- - ---- 75 129 7112

5S-t A- I9YL* S &c, 1907

Table 6. Fastest declining jobs

Changing technology as well as globa Comlpetitionl meansm that fewer workers
will be niecded to rill thesejobs.
(ttt dieaig .eaqinhw. 19U-,26

madaa~a aer~watie; guimbet In Ouagad) PACO

Elctric-il and cIectonic assctnbk-s - - 249 116 -53.7%

Electiojcarnk micumltur pucess - 29 14 -51.1

RPailmad conductors and yadnissts . ................ 29 17 -40.9

Rairosi beakc. signa. and switch craIcis 42 25 -39.9

ram An~d Pctmoksm~ plant arid system occipat., - - - 31 20 -34.3

industral truck "n tr~or ope tors--------- 426 293 -33.6

Shoe sewing machine operators grid raades . 27 18 -32.1

Station in-siallcrt and repaitrtcrio c. 58 AC.) -31.3

Chemical eqjuipmecnt controllcm. opcratons

and tender,%_.__........... ...... ...... 73 52 -29.7

Olemical plant and system opaos-------- 33 231 -29.6

Stenographer%----------------- 178 12R -2812

Farmers.-------------------------- -------.. . .- 1,182 850 -28.1

Stilastical Clerka . ... ~ . - - ...... ~ - 71 52 -26.4
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Table 7. Comparisons of expectations and experiences

A Recruit May Expect itw(: A New Em;' jyc May Experience that:

I will have agreat dcl of freedomn in I. "My boss pretty much derermincs whit I

deCiding how My job i'ets done.- do 4;)d how I do it."

2. -Mosi of my projcts ill hc nicrering 2. "It seemrs like I have an en~dless stram of

Anid meaningful." r amundane Et45,.

3 "1 will receive helpful, constroczive 3. "1 ireally don't know how I am doing on

feedback from my bos"thc job.-

4. PTromotions anid salary ;ncrcases i~l l< 4. "Prcomoctions and money arc tight and

bated on how well I do myi job.' rhey ap;)rt to he based on factors other
- ton my pcrforniuncc."

5. "1 will be able TO apply ihe latest 5, "People resist adopting my suggestions,

furecast1ing (unarketing, engineering) even thioughi the old ways are antiquated

techniques to help the organiuation." and ineffincit."
6. "1 will he chblc to ka4aiice my work anid 6. "My 3ob arid family responsibilitics often

fam.ily responsibihtics with-out much intetfcte with one another."
difficulty."

Table 8. What makes the best interviews?

1. Interviewee knew about company ('had done homework," "knows the 66% (174)
field")

2. Interviewee had specific career goal.. ("knecw what he/she wanted,"_ 41% (108)
".good fit lberween cur needcs and his/hers," "-ell -thought-out career
inteircits")

3. Interviewvee knowledgeable ("asked good qluestions." "knew what co 29% (76)
ask")

4. Interviewee socialy adept ("r-2pport." "in tune with me," "outgoing 28% (74)
anid expressive")

5. Inter-view"e articulate ("aHir to express ideas," "spoke well," "good 19% (50)
with tricky questions")

Bascd on questioinnaire responses from 236 people who recrujited at Ha6rvard Business School in
1973, More thaun one rcspcrs-e allowed.

Source. Koter, Faux, McArTthu, _SAf-Asnsorer and Caarer DemeLopmne~u, t) 1978, p. 112- Reprinted
by permission of Prenticc.Hall, Englewuod Cliffs, New Jersey.

Table 9. Changes during the early career

Er ,'~5 i..r~ lims ,Achievemrent Tishenie

lt reAsirIg (
7
crnijcro c

'i 'Iy slf.Crinfiidrnc-
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Table 10. College graduates' values and organizatin-s's percepticns-

%'Ila( College Gr-adtttes Consider How Or-gani.atioris View New College
Impor-tant in Cheosing First Job Graduates

1. Opporrutl:ty for :id'anicrment I. Overly arirbtTAs -- d unrcallsn in
expeCtat!Ons ;eiJIg dVjcrp~,.r-IM and
increased responi-.irty2. Doing 'Ccthm-g impirortant 2. Too rheoteicAl, ide Iisric. and -,ai%,, to bc
given im;-orrant ir rral assigrimrnt

3. Responsibil~ty 3. Too imi-artr and incxperier-wed to bc
given MUAz rpoisib:rr-y

4. Opportunities to use special aptitudes 4. Too scecun-y-cons-cious ari d un,,-lhrng to
and educatiorial background take risks

5. 0h-allcrige and adventure 5. Unwillmrg to work hard to get idieas
across, unable to "sel ideas6. Opportunity to E Creative and original 6. Potcnrrirly useful and innovative but
must be %brolen in" before this resource

7. Hgh slarybecomes available to the organ . ation.

Table 11. Subordinate needs during the establishment period

Task Needs Personal Needls

Objectives Coaching
Planis for Ac-complishing Objectives Perfor-mance Feedback
Perform-rance Freclbac On-the-job Training

Role-Modeling
Acceptance and Confirmation
Protection in High-Risk Situations

Source. Based on mnateil presented in Baird and Kr-am, 1983.

Table 12. Mentoring Functions

Carver Funceionr PsYchosocial Functions%

Spcnsorsblp Role M(.cIdeig
Exposure and Visibility Acccptaiisc ai~d Confirm-ation
Coaching Counselmng
Protection rcisp
Ch-allging Assignments Finsi
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Table 13. Types of training programs

ah 5ON0 + 5C4~
Tyed ft"N~ r~s

Now W*OYI*
OI.lft9f 2% 93% 82% 15%

59.nlso Skills
de"4pment 73 81 6

AWsig"Innt Skils
and d'oopent 72 83 19 6

J4obikd skills 62 IV 61 54

CxiawSkdfls 57 14 604

o sy49 53 55 41

1dIt ico skils 451 41 3

Sa.~dk33 5032 25

developnmn 32 7?42
Ow Wing

rstiors. tsam
Skills) 3 1 59

&xvie: CN\'LRNA1 sbscr~zwe sik4y conxsted by Gb.e

Reseorch Ccvp. 1988.

Table 14. Types of training methods

Mi $,o+ 50-. 0
70" d haonsi OrI Ea,u E~U* Ev-byw

F~cs8te 7% 91% 88% 80%

Off-s ftaining

doveloml by
M ~Priiy 72 73 70 74

Boks W
PmlbludIQM 65 ~ 4 69 51

iusng pockages
(sA~ 040Ms Of

Of-Puimses) 57 81- 7 39

CoiIvo soft-
W4 nd

tri n)46 0 45 33

MA tINg silas 41 5Q 41 34

Sarce: PERSOW? )OWA4 ukscrte sxtdy corazActed b- -Obbe
Aoecrach CapL. 1988.

22



Table 15. Public Attitudes tovvard Arnerican ethnic groups

Has Been Has Been

Good For Bad For Mxed Don't
Group Country Country Feelings Know

English 66% 6% 21% 8%
Irish 62 7 22 9
Jews 59 9 24 8
Cermans 57 11 23 8
Italians 56 10 25 9
Poles 53 12 25 11
Japanese 47 18 26 9
Blacks 46 16 31 7
Chinese 44 19 27 10
Mexicans 25 34 32 10
Koreans 24 30 31 15
Vietnamese 20 38 31 11
Puerto Ricans 17 43 29 11
Haitians 10 39 26 26
Cubans 9 59 22 10
............ . ic .... .5 0 , " " 1 9 8 2). 3 4 .
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Table 16. Children will lead the way toward an even more diverse future

1990 29W 2010 CHANGE I...
all iu A"Fe all ciw paw all ls m pUf "fo Is wrarry ~ 78

TVla ................................. 64031 30.7% 65.717 34.0% 62,644 38.2% -2.2% 7-5
DifU af CUbmia ............... 121 89.7 I1 90.9 1Q5 93.2 -13.2 3.6
Haown ............................... 294 75-5 296 76.4 310 79.5 9.2 4.0
NMa Mmexk ........................ 487 67.0 569 7n-0 595 76.5 22.2 9.5
Tas ................................5.0,65 47.1 5.415 51.9 5,418 56.9 7.0 9.8.
Ca almfia ........................... 7.531 464 1,402 51.4 X.52( 56.9 12.4 10-5
F)Oida .............................. 2.807 46.4 3.244 48.6 3.270 53.4 16_ 7-0
NEW Yal ..T......................... 4.246 39.9 4,189 45.1 3.862 52-8 -9.0 12.9
Leulan ........................... 1.324 43.9 1.229 47.3 1.119 50.3 -15.6 6.4
MissiLipl ......................... 800 47.6 791 48.1 749 49.9 -6.4 2.4
Now Jser ......................... 1.861 36.6 2.037 40.2 1.935 45.7 4.0 9.0
Marylandi ............................ 1.149 38.5 1.267 40.2 I.220 42.7 6.2 4.2
iInolao/ .............................. 3.031 32.7 2.947 36-1 2.6M4 41.7 -1 1.4 9.0
$00 c k ..... . . ....... 946 39.9 968 39.6 931 40.1 -1.6 0.2
Bearpia ...... 1.04 36.2 2.056 36.4 2.116 37.9 17.3 1.7
Aue ................ 1.015 32.3 1.191 33.6 2.229 37.1 21.1 4.1
Delaware .......................... 165 29.7 179 32.9 177 37.0 7.3 7.3
Alabama ....................... 1.119 34-5 1.111 34. 1.046 35.6 -.6.5 1.1
Nevada 257 27.4 286 30.0 29R 33.4 12.1 6.0
NoM rCerllna ..................... 1.635 32-3 1.723 32-3 1,684 33.2 3.0 0.9
C11r . ................ Sg6 25-3 924 28.9 M4V3 33.1 0.9 7.7
Aha, ........................ 176 27-5 2 29.5 208 32.7 18.2 5.2
IIrlpla, ......................... 1.485 25 1,607 29.4 1.5-49 31.1 4-3 2.6

Mickipan ......................... 2.40 2.2 2-347 25.5 2.U44 29.2 -14.2 6-3
Oklahoma ........... .. 8 73 22.1 838 24.1 795 27.5 -A.9 5.4
Cognectind ......................... . 751 20.1 781 23.4 715 27.0 --4.8 6.1
Aransss ..................... . 643 2.5.5 621 26.1 576 2. -1U.4 1.3
Tenaa*a .......................... 1.237 23.2 1(.204 24.1 1.125 25.3 -9.1 2.1
Oki* ................................ 2.783 16.7 2.631 18.6 2.349 20.1 -15.6 . 4.2
Wym'ing ........................... 151 1223 137 17.1 125 20.2 -17.2 7.9
Miued ...................... 1.330 173 1.331 18.5 1.236 19.9 -7.1 2.6
$Do .S .................... 200 144 193 16.2 180 19.8 -10.0 53
WRa .. .. .. 1,173 14.7 1.163 16.9 1.093 19-5 -6.4 4.1
Kansa ........................ . 654 14.5 633 17.1 585 19.3 -10.6 4.9
Indlaaa .......................... 1.456 14.8 1.382 16.7 1,.242 19.2 -14.7 4-3
Punrylvan ..................... 2.765 15.4 2.609 16.7 2-260 1.7 -18-3 3.3
Rkode ftlaa ......... 228 12.9 236 15.5 2 18.6 -2-6 5.7
Mam un mr ...... .. 1.315 13-5 1.368 155 1.257 1.2 -3.7 4.7
ODrpo ............ .. 692 11.1 677 14.1 637 16.1 -7.9 4.9
Wiseasz ..... . 1.262 11.5 1.,20I 13.7 Ijt67 16.6 -15.5 5.1
Montn ............. . 220 10.9 198 13.2 181 15.4 -17.7 4.5
Ketuck ................. 979 11.3 906 12.6 9l9 14.1 -16.4 2-
Nebraska ....... . .. 423 9.4 391 10.1 351 13.1 -15.4 3.6
U ... ...... 673 9-3 "715 11.2 740 12_4 10.0 3.1
Mi. . ................ 1.131 7.7 1.138 9.1 1.042 11.2 -7.9 3-5
Idaho ......... ............. 309 7.2 291 9.4 275 1.0 -11.0 3.8
NorM Dak a ...... ................ 182 8.3 157 8.6 138 10.0 -24.2 1.7
lowI ............. ......... 715 5.6 622 7.0 529 8.7 -26.0 3.1
Weal Vbiyl, ... ................ 469 5.9 401 6.7 344 7-3 -26.7 1.4
w Hm e ......... 284 3.9 329 4.1 317 55 11.6 1.6

ermo1f"..... . 14 3.1 150 4.7 138 5.4 -4.2 ).6
Mle .............................. 305 21 310 3.0 284 3.1 --6.9 0.3

MAYlU IW J MOVA DEAOPA"G
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Table 17. Attitud3s of career mothers

Ag LV Di.,l,

1. It is difficult to pursue a career now that I have a 69.1 28 6
child.

2. 1 would like to spend more time with my child but 54.6 37.0
feel that it would interfere with my career
advancement.

3. The ideal condition would be for me to leavc thc 47.3 43 5
workplace now and return when my child is in
school.

4. 1 am at a point in my career where it would be 49.6 39.6
unwise to take off to care for my child, even though I
feel I might want to do A).

5. [ do not feel that pursuing my carer -ill have 58.3 26.0
adverse effects on my child.

6. 1 find myself with less interest in my ... ,-k no, that 1 44.2 50.4
have a child.

7. [ feel that my future progress in my ca-er has been 20.5 74.8
compromised since I became a mother

8. [ have asked to be excluded from new projects or 22.3 74.7
time-consuming jobs since I became a mother.

9. 1 feel able and willing to pursue both careers, 76.3 14 6
motherhood and work.

Nnte: The "Agree" And "Surnwime Agrt'" and the 'Diagree" dad 'S*,netirr 'c Disogrce'
were collapsed fer statistical purposes. The dLscrepancy in the numbers exists in the
"Undeoded" response, not recorded here.

SOURCE: ,u.siness ;" ne-... , 7.
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40 SKILL R1ATINGS OF TYPICAL J~aS

SEXISTING JOBS Natural Scientts 5.
35Lawyers 5.2

NEW JOBS Engineers 5.1
Management 4.4

31 Teachers 4.2
Techtnicmans 4-1

30 28Marketing arnd Sales 3.4
Construction 3.2
Adminisurti 2-9
Servca, Occupatbons Z6

23ciio Productmon n~

z Fsnn2r3
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Figure 9. Gearing up for the corporate game
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